Main aim of this paper is to determine key competencies for a top manager in an automotive company. Firstly, the authors deal with the description of competency models, its development and utilization. After, the authors illustrate how the competencies can be decomposed so that AHP can be used for its evaluation. Then individual competencies are ranked. Further, the authors compare the current key competencies ranking with results from last year. At the conclusion of this article, the authors are dealing with the research's results and discussion.
Introduction
In today's competitive world it is very important to build on the competitive activities of business. Companies today have to think about their business strategy, especially when it comes to the kind of competencies a business needs to have in order to compete in a specific environment. Competency models, which should be designed for all key positions in the company, show what competencies are necessary for individual position.
The question is what the key competencies in each position are and can they change according to company's strategy?
Literature Review
To be able to determine the key competencies the method analytic hierarchy process (AHP) can be used. AHP method is a technique which enables us to organize and analyze complex decisions. The AHP helps the decision makers find one that best suits the goal and their understanding of the problem. The method provides rational framework to structure a decision problem, to represent and quantify its elements, which relate to those elements of the overall goal, and to evaluate alternative solutions. This method is suitable for the competency modeling because of the possibility to decompose the goal/objective to several criteria and sub criteria, Saaty (1994) , Saaty and Peniwatti (2007). Hsiao et. al. (2011) used analytic hierarchy process to analyze selection criteria for recruitment of five different roles in the area of information system. Whereas, Zolfani et. al. (2012) perceived selection of new employees or group of employees as a fundamental problem in the human resources area. In this study the AHP method was used to identify which criteria are important when selecting a new team member. Then the TOPSIS method was applied to evaluate the alternatives.
Hypotheses/Objectives
The objective of this paper is to present a competency model where group of competencies and individual competencies are ranked according to importance and to determine key competencies for a top manager. The evaluation by AHP will be executed in an automotive company. The evaluation of competencies will be done by five experts in the company and they will decide in consensus on the competencies preferences. The results will then be compared with last year results in order to see if the change of company's strategy can change the ranking of key competencies. The hypothesis is that the key competencies will slightly change with the company's strategy.
Research Design
Based on the results from the author's previous research executed in 2011, where employees of one manufacturing company located in the Czech Republic were asked about the satisfaction with the performance appraisal system and the choice of evaluated competencies, the following competencies were mentioned the most often: work with information, problem solving, leadership, change management, effective communication, active listening, negotiating, team cooperation, motivating others, relevant professional knowledge, business knowledge, strategic thinking, analytical thinking, proactivity, creativity, mental agility and emotional resilience. To be able to identify key competencies, one position (the top manager) was chosen for this illustration. The evaluation was executed via interview and the company's experts i.e. company's HR manager, financial manager, production manager, quality manager and CEO decided about the preferences for each pair.
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Data Analysis
Proposal of the decomposition of competencies for the utilization of AHP is shown in the following figure. The expert's assessed the criteria based on the following information. The assessor assigned the following values if the row was preferred before a column: A -the elements are indifferent, B -there is a slight preference, C -there is a strong preference, D -there is a very strong preference, E -there is an absolute preference. If the column was preferred before a row the reciprocal values were assigned, e.g. 1/A, 1/B, 1/C, 1/D, 1/E. The letter evaluation was intentionally proposed by the authors to eliminate the problem of assigning an average number to all comparisons. An example is shown for the first level of the decomposition in the following table 1. 
Limitations
This study is limited by its execution within a particular company. However, the hypothesis is also limited to this company as well. The authors do not want to make conclusions for the whole domain of competency models but to suggest a way how HR analysts can apply AHP approach to their work process. Further research will be focused on different types of firms and positions. The limitation of the study can be also found in its longevity and scope. 
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Conclusions
The key competencies for a top manager have changed in the period of one year. All competencies ranking is shown in the following table. The hypotheses that the key competencies will change was correct. The company's key top manager's competencies in the beginning of 2013 were different than in the beginning of 2014. The reason is that the company's strategy has changed. In 2013 the company was manufacturing the usual products however in the end of 2013 many new lines were moved to the plant from another one, which is now closed. Therefore, the managerial competencies in 2014 are different because the managers now have to concentrate much more on leadership and change management then just on operational management. 
